Sociologist Ron Westrum 7 developed a typology of organizational safety culture that includes three levels: Pathological -power oriented, hiding information, covering up failures, and crushing new ideas; Bureaucratic -rule oriented, may ignore information, being just and merciful in the face of failure, and new ideas generating problems; Generative -performance oriented, actively seeking information, failure causes inquiry, and new ideas are embraced. It is believed that a real safety culture has been built up in an organization only when it reaches the generative level. 8, 9 To be practical, Reason 10 extended Westrum's typology by adding two levels to the middle, Reactive and Proactive. Reason's five-level framework was also adopted in the Manchester Patient Safety Framework (MaPSaF) to evaluate the maturity of a hospital patient safety culture 11 ( Table 1 ). The MaPSaF was developed by the University of Manchester and the UK National Patient Safety Agency after reviewing the literature on patient safety in the UK National Health Service and collecting feedback from opinion leaders and interviewees. In the MaPSaF, aspects of patient safety culture are related to commitment to and prioritization of patient safety, incident investigation, perceptions and identification of their causes, organizational learning, communication, teamwork, personnel management, and relevant staff education and training. 11 Each aspect is described in detail at each of the five levels of organizational safety culture. Researchers can use these descriptions to critically appraise their findings and to evaluate how well their organizations are doing in each aspect of patient safety.
The development of a patient safety culture in China has lagged behind that of more developed countries. For example, the first patient safety movement occurred in the USA in 2000, 12 while there seems to be little formal social attention paid to this aspect in Mainland China. In Mainland China, a focus on patient safety occurred no earlier than 2007. 13 Moreover, while there have been many influential studies on patient safety in developed countries, such as those mentioned above, a review of Chinese patient safety studies 14 concluded that the overall quality of those studies needs improvement, especially in terms of methodological rigor.
In 2010, as part of the Chinese healthcare system reform, new actors were encouraged by the Chinese government to establish healthcare institutions. 15 Specifically, stakeholders from Hong Kong, Macau, and Taiwan will enjoy more policy support in this area. 15 Under this policy, in 2012, the Shenzhen city government cooperated with the University of Hong Kong to establish the University of Hong KongShenzhen Hospital (HKUSZH). This hospital is part of a trend in Mainland China of introducing overseas hospital management strategies to accelerate the reform of Chinese public hospitals. HKUSZH has adopted a Hong Kong hospital management culture and strategy, one aspect of which is patient safety management. Compared with the Mainland, Hong Kong is more experienced in patient safety, as its focus on patient safety precedes that of the Mainland. In the late 20th century, the Hong Kong Hospital Authority began to pay considerable attention to service quality and patient safety in order to realize its Corporate Vision 2000. 16 Thus, many comparatively new patient safety strategies have been implemented in HKUSZH, such as establishing a special team in charge of incident management, using scientific methods such as root cause analysis (RCA) to conduct formal and completely exclusive investigations into severe incidents.
The World Health Organization (WHO) 17 indicates that there is no lack of interventions to improve patient safety, but local contexts and cultures affect their successful application. As the first experimental public hospital in the public hospital reform, it is still unclear how the Hong Kong patient safety culture and strategies will function in the Mainland context. It will be interesting and meaningful to explore the application of Hong Kong's patient safety strategies in Mainland China. 
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Changing patient safety culture in China Important lessons can be learned and applied to similar cases in Mainland China.
Methods
This paper aims to evaluate the current patient safety culture in HKUSZH and to analyze the differences and similarities compared to Chinese hospitals in general. First, quantitative patient safety culture data were obtained using the HSOPSC questionnaire. The second step of this study was to summarize the results of the questionnaire into three parts: factors that influence patient safety culture, incident reporting rates and overall grading, and dimensional results. These findings for HKUSZH were then critically appraised using the MaPSaF. Further research and suggestions for improvement were then discussed based on the MaPSaF. Moreover, the results were compared with the findings of similar studies, one with 1160 Chinese participants in 15 hospitals in Mainland China 18 and another with 447,584 US participants in 680 hospitals in the USA. 6 
HSOPSC questionnaire
The HSOPSC questionnaire has been used in different cultures and has been proven to be a valid tool for culture evaluation. In Mao et al's review 19 of patient safety culture research, the HSOPSC was the most popular patient safety questionnaire. It has also been used in many Chinese studies. 13, 18, 20 HSOPSC has three main parts: population information, a 42-item and 12-dimension measurement scale, and two extra questions about the overall patient safety grade for their unit and the number of events they reported over the past 12 months. 21 The items are measured on a 5-point Likert scale of agreement (from 1 [strongly disagree] to 5 [strongly agree]) or frequency (from 1 [never] to 5 [always]). The question about the overall grade is rated on a 5-point scale of performance (from 1 [failing] to 5 [excellent]). The question about reporting frequency is rated on a 6-point scale based on the number of reported incidents (0, 1-2, 3-5, 6-10, 11-20, ≥21).
A translator with an overseas degree in healthcare social policy translated the HSOPSC into Chinese, the HKUSZH-HSOPSC, for this study. Another translator from Hong Kong with working experience in hospital management doublechecked and revised the instrument. A pilot survey was conducted with 45 HKUSZH staff (clinical and nonclinical) to test whether the Chinese expressions were appropriate. Only a few modifications were made after that.
Sampling and survey
The sample was drawn from the staff of HKUSZH. The survey covered clinical, support, and administrative departments. Convenience sampling was used, and the sample from each department was calculated according to the ratio of staff members in each department to the total number of hospital staff members.
Investigators were trained before fielding the survey. The questionnaire was administered on paper and completed anonymously. The formal survey was conducted with 309 staff members on May 2016. The response rate was 99.35%.
Ethics approval and consent to participate
This study has received ethics approval from HKUSZH Medical Ethics Committee. Written informed consent was obtained from participants before completion of the survey.
Statistical analysis
According to the AHRQ, 6 all results (overall grade, reporting frequency, dimensions, and items results) are presented as the percentage of positive response. For example, the question on the overall grade was reported as the percentage sum of 4 (very good) and 5 (excellent) responses. The question on reporting frequency was reported as the percentage sum of all other options except "0". In terms of the positively worded items, the positive response is the percentage sum of 4s (agree) and 5s (strongly agree) on the 5-point scale.
The dimensional results were reported as the mean values of the related items. For convenience, the results of negatively worded items were recoded before analysis. Thus, all item results were calculated in the same way as the positively worded items.
Because the data were not normally distributed after Kolmogorov-Smirnov tests, we use nonparametric KruskalWallis (K-W) tests to compare attitude toward patient safety culture among different characteristic groups. Four characteristics -gender, work experience, educational level, and profession -were evaluated via K-W tests to determine whether differences in dimensional and item scores were significant. If P-value is >0.05, the difference in the characteristic is not significant.
Results

Comparing group results
The demographic characteristics of the participants are shown in Table 2 . Most of them are female, nurses, with bachelor's degrees, and 6-10 years of working experience in their specialty. The K-W test results are presented in Table 3 . Among the characteristics with significant differences on 
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Xu et al some dimensional scores, those associated with more positive patient safety culture scores are being female, having less work experience (≤5 years), having a lower educational level (≤bachelor's degree), being a nurse (except D7 and D10), and working in the ophthalmology department (except D5). In contrast, those associated with more negative scores are being male, having more work experience (10-20 years), having a higher educational level (≥master's degree), being a doctor (except D6), and working in the general practice and otolaryngology departments (except D9).
Comparing within the most influential groups Table 3 shows that the profession group is associated with significant differences on six dimensions (D5, D6, D7, D8, D10, and D12), while other characteristics are associated with significant differences on less than six dimensions. Thus, we consider the profession the most influential characteristic in the HKUSZH data set. Specifically, two subgroups within the profession group, nurse and doctor, were the most divergent on attitudes toward patient safety culture. Therefore, exploring the patient safety culture attitudes within the nurse group and the doctor group is a special focus of our comparative study.
The quality of medical practice is closely related to the healthcare worker's education level and work experience. Table 4 shows the attitudes of doctors and nurses with different levels of education and work experience toward patient safety culture. K-W test results show that only a few 
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Changing patient safety culture in China dimensions and items had significant differences. Specifically, doctors with more education had more positive views of procedures and systems in place to prevent errors (a18). Doctors' work experience showed an unclear pattern with regard to their attitudes toward patient safety. While doctors with 10-20 years of experience are less positive than those with <5 years experience (b1, a9, f1, d3, c4, and D7), most of those with over 20 years experience are as positive as younger doctors (a9, f1, c4, and D7). This unclear pattern also exists in nurses' attitudes toward staffing for patient safety by the amount of work experience (a7 and D10). There is no significant difference in the attitudes of nurses toward patient safety culture by their level of education (Table 4 ).
Comparing patient safety culture results: strengths and areas for improvement Figure 1 shows the distribution of dimensional positive response rates from all three surveys compared to the average positive response rate for HKUSZH along all dimensions (Line A in Figure 1 ). The strong areas of HKUSZH are an open and fair organizational culture for patient safety and an overall commitment to and prioritization of patient safety. Areas for improvements are a non-punitive culture, teamwork for patient safety, and hospital personnel management.
An open and fair organizational culture for patient safety
The relevant results regarding the openness and fairness of patient safety culture in HKUSZH are similar to those for the USA and are much more advanced than those for Mainland China in general. Specifically, HKUSZH's positive response in overall grading (84.9%) was higher than that in both the Mainland China survey (73%) and the US survey (76%). HKUSZH's positive response in reporting frequency (45.7%) was also slightly higher than that in the US survey (45%). Meanwhile, in the dimension and items related to feedback and communication about errors (D5), respondents from HKUSZH were much more positive (71.8%) than those from Mainland China (50.0%) and the USA (68.0%).
Overall commitment to and prioritization of patient safety
HKUSZH is also strong in its management team's commitment to and prioritization of patient safety. HKUSZH's positive responses in two dimensions, management expectations and actions (D2: 80.8%) and management support (D4: 75.5%), are both higher than the corresponding values for the USA (D2: 78.0%, D4: 72.0%) and Mainland China (D2: 63.0%, D4: 69.0%). HKUSZH's results for the items under these two dimensions are mostly better than those in the other two surveys, except two items: b3 in D2, where HKUSZH (58.0%) is lower than the USA (77.0%) but higher than Mainland China (36.0%), and f9 in D4, where HKUSZH (59.9%) is the lowest (Mainland: 65.0%, USA: 61.0%).
Non-punitive culture
Some results also reveal potential areas for improvement. In terms of a non-punitive culture (D12), HKUSZH obtained a low positive response (31.8%); indeed this is lower than in the USA (45.0%) and, interestingly, much lower than in Mainland China (60.0%). The item results show that HKUSZH respondents are much more likely to worry that mistakes will be held against them (a8) and will be kept in a personnel file (a16).
Teamwork for patient safety
The HKUSZH results for teamwork within units (D1) and across units (D9) diverge. Teamwork within units is one of HKUSZH's strength (HKUSZH: 87.4%, Mainland: 84.0%, USA: 82.0%). HKUSZH has the most positive response for all other items under D1, except item a3 (HKUSZH: 85.3%, Mainland: 87%, USA: 87%). On the contrary, HKUSZH is weak at teamwork across units (HKUSZH: 50.0%, Mainland: 66.0%, USA: 61.0%). Similarly, HKUSZH is weak in all D9 items.
Hospital personnel management
Staffing (D10) is another area for improvement (HKUSZH: 32.9%, Mainland: 45.0%, USA: 54.0%), especially in terms of working hours (a5), as HKUSZH has only 12.6% positive response (Mainland: 38.0%, USA: 50.0%).
Discussion
Factors that influence patient safety culture
Some observations that emerge from HKUSZH's profession groups (Table 3) 18 Nevertheless, this paper raises some questions and invites further exploration, such as whether Chinese doctors have the most responsibility for and pressure regarding patient safety, which would explain why they tend to be more negative here. As every healthcare worker has an equal responsibility for patient safety, it might be unfair that one group has more responsibility or feels more pressure regarding patient safety than another. Management attention might be needed here. More relevant training can be given to doctors to enhance their capacity to build a patient safety culture. Other explorations could include the meaning of an ideal safety culture among different groups and what it means for these groups to accept the new HKUSZH culture.
The results for the attitudes of doctors and nurses with different educational and work experience levels are not clear enough to compare to other studies. This might be due to the small sample size in this study. In Nie et al 18 and Zhu et al, 22 for example, there were over 1000 respondents from several hospitals, while this study has only 307 participants and is a case study of only one hospital. Qualitative studies are recommended to produce more meaningful findings. For instance, why doctors who have medium levels of work experience (5-20 years) have more negative attitudes toward the patient safety culture than those with the least (<5 years) and the most experience (>20 years)?
Overall commitment to and prioritization of patient safety: a top-down culture change approach might be bureaucratic if it does not reach all Divergences between HKUSZH and Mainland China are seen in dimensions related to management's commitment and priority to patient safety (D2 and D4). HKUSZH's results are remarkably higher, especially in D2. It seems that HKUSZH's top management team is more committed to patient safety than those of other general hospitals in Mainland China. They think highly of staff ideas to improve patient safety, and they make patient safety a top priority in hospital service. For example, the hospital's Incident Management Team (IMT) was established to address However, Scott et al 3 indicated that a planned cultural change via such a top-down approach, instilling fresh values, beliefs, and working relationships in staff from the management level, is a complicated, difficult, and uncertain process. Such processes take time to become effective. In fact, this paper argues that HKUSZH's top-down approach to patient safety culture change has not been chosen by the organization itself but rather stems from the broader sociocultural environment. We argue that this is the epitome of authoritarianism in the Chinese society. Using a Japanese questionnaire to study the safety climate of Chinese hospitals, Gu and Itoh's study 23 found that Chinese culture values authoritarianism, which in turn affects the patient safety climate of Chinese hospitals. The questionnaire items refer to authoritarianism as a hierarchical and bureaucratic environment where senior members have an absolute right to make management decisions. 23 In this context, this authoritarian sociocultural environment becomes one of the barriers to implementing a bottom-up approach. Another barrier might be the lagging patient safety management of Mainland China in general. Compared with staff members in Hong Kong, healthcare workers in the Mainland have outdated patient safety management knowledge, which might prevent them from feeling confident in their patient safety commitment and thus limit the development of a bottom-up process. In this case, we consider a top-down approach helpful to starting a patient safety culture change 
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Changing patient safety culture in China at HKUSZH. This would accelerate organizational learning of advanced management ideas from Hong Kong. However, a Delphi study on clinical governance confirms that bottom-up approaches are more important for quality and safety in healthcare. 24 This is also indicated in the MaPSaF, as a generative level of overall commitment to and prioritization of patient safety in an organization is that patient safety ideas and awareness should be embedded in all levels of staff and be seen in all actions.
11 Therefore, our study suggests that ultimately, the management style needs to be converted from a top-down to a bottom-up approach to patient safety. Although HKUSZH has been a pioneer in Mainland China in terms of overall commitment to and prioritization of patient safety, one should consider whether its culture remains bureaucratic. As essential elements of an overall commitment to and prioritization of patient safety in the MaPSaF, 11 future studies can explore staff incentives in audits related to safety issues and enthusiasm at all staff Note: "\" indicates that the item/dimension is not included in the research, so these data are missing. The "r" after the item number indicates a negatively worded item; the results of negatively worded items were recoded before analysis. Thus, all item results were calculated in the same way as the positively worded items. Bold figures in Table  5 An open and fair organization culture for patient safety: a call for an integrated incident management system An organization's perception and identification of the causes of incidents reveals whether its culture is open and fair. 25 This section analyses incident perception and identification in light of our results for overall perceptions of patient safety, reporting rates, error communication, and non-punitive responses to error. An interesting finding is the respondents' contradictory feelings toward communication about errors and non-punitive response to errors. They seem keen on reporting and communicating errors but worry about the consequences of doing so. On the one hand, this might be a sign of people's enthusiasm for participating in patient safety management. But, on the other hand, it might also reveal that an open and fair hospital culture to support patient safety needs improvement. Specifically, the HKUSZH results for the overall grading of patient safety, reporting frequency and error communication (D5) are higher than those found in the US and Mainland China surveys. These show that HKUSZH respondents reported a more positive hospital patient safety culture overall, and the HKUSZH has a good reporting culture wherein staff members are willing to talk about and actively report incidents. On the contrary, similar studies found that Chinese healthcare workers do not discuss incidents openly or report them actively. 13, 18, 22 HKUSZH's efforts on incident management might contribute to the above phenomenon. For example, HKUSZH has an independent incident reporting system to identify patient safety incidents. Every staff member is responsible for reporting any patient safety issue they encounter, and the privacy of both the reporter and persons related to the incident are protected from bureaucratic pressure, thus reducing fear. Such an emphasis on voluntary and non-punitive reporting helps build an open and just incident reporting culture in the hospital. This healthy reporting culture might lead to the staff members' positive perceptions of patient safety. Most HKUSZH staff members were hired from traditional Chinese hospitals, where patient safety management is relatively underdeveloped.
18,26 When they become employees of HKUSZH, they are exposed to an organizational culture wherein patient safety has a higher priority. Therefore, they might feel that the organization is doing more than their previous employers and might thus be more confident in the patient safety culture.
A reporting culture, summarized from the studies 27,28 by Chiang et al, 29 is a combination of the "shared values, attitudes, and behavioral patterns that determine the observable degree of efforts with which all healthcare workers direct their attentions and actions toward incident management and safety assurance at workplace." 29 The reporting culture and patient safety culture are closely connected. On the one hand, a reporting culture facilitates organization members' communication and action on patient safety. [29] [30] [31] [32] On the other hand, a healthy patient safety culture helps increase incident reporting. 33 Thus, the high reporting rate in HKUSZH might be consistent with an acceptable patient safety culture in the hospital, which is, in turn, consistent with positive perceptions of overall patient safety culture. However, there are also contrasting views of incident reporting. For example, Billings 34 and Vincent 35 indicated that the role of reporting has been overemphasized and that collecting incidents does not necessarily increase patient safety. Moreover, Vincent 36, 37 suggested that focusing on a small number of important incidents might be more valuable to patient safety culture. Improvement plans, actions, and evaluations deserve more attention. 35 Overall, to improve patient safety, the focus should not be solely on incident reporting.
An unexpected finding in the HKUSZH survey is that non-punitive response to errors (D12) is a weakness. Staff members seem to worry that error will remain on their personal records and hold back their career development. As indicated before, HKUSZH's incident management contributes to an open and just management culture. It also initiates a changing culture around the blame for error. For example, instead of simply considering human factors and blaming staff, a systematic method, RCA, is adopted to identify system-level causes. These features improve error reporting and communication but fail to reduce the fear of punitive consequence for errors. Sociocultural factors might be one reason. As illustrated in the last section, Chinese society is authoritarian and hierarchical, and these characteristics limit the development of a patient safety culture in Chinese hospitals. 22 It is difficult to relieve the worries of a Chinese staff about punitive consequence in such a deep-rooted authoritarianism culture, even in a relatively open hospital culture.
Apart from the sociocultural factors, our study suggests that a lack of an integrated incident management holds back the hospital's non-punitive culture. The first example concerns the system structure. The Chief of Service (COS) mechanism from Hong Kong hospital management was introduced to HKUSZH as part of its organizational structure. This means that decision-making authority in each department mostly belongs to the COS. Thus, although the IMT is in charge of overall incident management, the COS makes detailed decisions about the causes, actions for improvement, and staff members involved in the incident. However, if an incident is related to patient relations, such as complaints and medical disputes from patients, the Patient Relations Office will handle the case. The above illustrations show that the system structure seems split. Second, the authorities do not have a unified understanding of the important issues. Although HKUSZH emphasizes systemlevel causes, there seems to be insufficient clarification of, for example, human factors and system factors. Patient safety incidents usually involve more than one interest group or individual. Without unified concepts and definitions, there may be diverse understandings and misunderstandings of causes. For instance, Gu and Itoh's 23 study on safety climate in Chinese hospital found that insufficient clarification and related education on human factors caused Chinese healthcare workers to have unrealistic understandings of human error. When understandings of error and causal factors are not unified at the hospital level, staff members are not clear about where and how their professional responsibilities fit into the non-punitive culture. 38 They fear that what they hear might be different from how they are actually treated. Thus, ambiguity about human factors and system factors might lead to distrust of the open and just culture that HKUSZH aims to promote. This ambiguity also suggests the separation of the safety culture from quality and the organizational culture as a whole, and it does not contribute to a professional patient safety culture. 38 In the MaPSaF, an organization with a high level of openness and trust will have "integrated systems [that] enable patient safety incidents, complaints and litigation cases to be analyzed together." 11 A lack of an integrated incident management system is a barrier to improving the non-punitive culture of HKUSZH.
In sum, our study suggests that HKUSZH has an appropriate understanding toward errors. It considers both human and system factors in incidents. However, it lacks an integrated incident management system. Its open and fair culture does not seem to be completely trusted by all staff members, who feel safe enough to communicate errors but still worry about the consequences. It is concluded that the current open and fair patient safety culture of HKUSZH is moving toward the proactive level but currently remains bureaucratic: HKUSZH's survey results for teamwork within units (D1) is the highest of all dimensions and higher than in the US and Mainland China surveys. On the contrary, HKUSZH's result for teamwork across units (D9) is relatively lower. In other words, the staff members in a unit treat each other with respect and support each other during busy times, but they do not seem to coordinate well with their colleagues in other units.
In a survey of Mainland China, Nie et al 18 report similar findings on teamwork within units. They argue that the prioritization of harmony in Chinese culture is related to strong teamwork within units in the Chinese sample. However, our study suggests that Chinese culture might not be the main factor, since the above results are also found in studies conducted in other culture settings, such as the USA, 6 the Netherlands, 12 and Taiwan. 39 In Street and Coleman's hospital ethnography, 40 they argue that boundaries are important hospital characteristics. They indicate that biomedical and bureaucratic knowledge divide the hospital space into different units in order to group staff members, related technologies and spaces into the same specialty to facilitate medical practice. This natural characteristic of medical practice and hospitals might contribute to stronger teamwork within hospital units than across units.
HKUSZH's findings on teamwork also suggest insufficient team building. The following description is included in the MaPSaF on bureaucratic teamwork and patient safety: 
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Xu et al Some situations might be similar at HKUSZH. For example, committees or cross-sectional teams seem to be formed because of government policies or hospital accreditation criteria. The members of such teams might seldom meet, meeting only to fulfill policy requirements, regardless of effectiveness. Thus, our study considers the hospital's current teamwork on patient safety mostly bureaucratic. More efficient team building is needed to motivate all levels of the organization to take part in safety issues. A desirable culture of teamwork for patient safety is mentioned in the MaPSaF: Culture change in hospital personnel management for patient safety: a matter of time or culture resistance?
Healthcare personnel directly affect healthcare service delivery and its quality. 41 Personnel management is one dimension of the MaPSaF that affects the patient safety culture. 11 The survey suggests that staffing (D10) is a weakness in HKUSZH's patient safety culture. For example, the results suggest that participants felt that their working hours are too long to provide good patient care. Their heavy workload negatively affects service quality. Such a finding is consistent with several Chinese studies. 18, 20, 22, 39 Moreover, in Zhu et al's qualitative study, 13 Chinese healthcare workers expressed concerns about staff shortages and considered this the biggest challenge for patient safety, especially the shortage of nurses. Hence, one could infer that healthcare staffing is a common problem in the country. The WHO reported that China's healthcare workforce density is only in the third quintile among all 186 countries for which it has data. 42 Specifically, the ranking of Chinese physician density is 85 of 195, 43 while that of Chinese nursing and midwifery is 110 of 190. 44 Thus, although China is not experiencing a healthcare workforce crisis, it needs more healthcare workers to share the workload generated by its large population. Moreover, the HKUSZH results for staffing support the findings of You et al 45 on health workers in Shenzhen, China, where HKUSZH is located. Their study indicated that the health workforce density in Shenzhen city is the lowest of 15 subprovincial cities. 45 Thus, the HKUSZH findings might also reflect the city's health care workforce problem.
As an experimental public hospital, HKUSZH is initiating cultural change in healthcare personnel management in Mainland China. For example, the privatization of Chinese public hospitals and healthcare reform induces the hospitals to make profits by taking in more patients regardless of their existing workload. Chinese healthcare workers feel that they are too tired to provide good service, which harms patient safety. Aiming to change this situation, HKUSZH disconnects staff income from organizational income by introducing a fixed salary mechanism. The salary level is higher than that of traditional Chinese hospitals. This increases the value of Chinese healthcare workers. Additionally, the clinical staff members at HKUSZH need to meet only a daily target by seeing a reasonable number of patients. Instead of pursuing volume, they are required to spend more time on each patient, for example, at least 15 minutes. In sum, HKUSZH aims to change the diagnostic culture of Chinese public hospitals, where only the number of patients served is highlighted. Nevertheless, it is a pity to see that HKUSZH's patient safety culture survey results do not seem to support its desire for this cultural change. Negative feelings among staff members about the workload still exist. The authors of this paper wonder whether culture change requires more time or whether there is cultural resistance to the application of hospital personnel management strategies from Hong Kong. This issue needs to be further explored.
According to the MaPSaF, an organization with a generative patient safety culture in personnel management is described as follows: Because the necessary information is lacking here, it is difficult to tell what HKUSZH's level of patient safety culture is from the angle of staffing. Further studies are suggested in aspects such as the integration of personnel management procedures into the organization system for patient safety, and a consistent and just way to investigate incidents and manage human factors after an investigation. 
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Limitations
This paper has limitations that serve to highlight areas for future study. The first is a lack of exploration of differences across groups. It would be meaningful for future studies to conduct qualitative studies regarding what different groups think about issues such as the acceptance of the new culture, strengths, and areas for improvement. The second is a lack of exploration of effective approaches to changing the patient safety and organizational culture mentioned in the literature. Future studies could focus on determining what the literature says about approaches that work and those that do not work.
Conclusions
This study explored the current patient safety culture of an experimental Chinese hospital. Its differences and similarities with other Chinese hospitals were explored. Population characteristics affect perceptions of patient safety culture at HKUSZH. Deeper qualitative research needs to be conducted, especially on why doctors feel less positive than the other professional groups. HKUSZH's important efforts and achievements in patient safety culture are recognized. However, HKUSZH's patient safety culture needs further development, as it is mostly bureaucratic. The main management challenges lie in the top-down approach to patient safety culture change, the open and fair environment, teamwork, and personnel management. For better patient safety, topdown culture change needs to be converted into bottom-up change to ensure that management ideas are disseminated to and embedded in all staff levels. Additionally, an integrated incident management system is needed and additional effort is suggested to improve team building and staffing.
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